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ABSTRACT 

The work values and job satisfaction of Arkansas 
business educators in secondary school systems and 
community/technical colleges were examined through a survey of a 
random sample of 129 of Arkansas' 926 secondary and 
community/technical college business educators. Of those teachers 
sent surveys (67 secondary and 62 community/technical college 
business educators) , 64.5% responded. Respondents completed a 
demographic information, the Values Scale (a measure of work values), 
and the Minnesota Satisfaction Questionnaire (MSQ) (a measure of job 
satisfaction). Data were analyzed by multivariate analysis of 
variance, t~tests, and effect sizes. The secondary business educators 
valued cultural identity, economic rewards, and economic security 
more than the community/technical college business educators did. No 
differences were found between the job satisfaction of the secondary 
and community/technical college business educators as measured by the 
MSQ; however, a self-report form that was also used indicated that 
the community/technical college educators were more satisfied with 
their jobs than were the secondary-level educators. Among the 
secondary-level educators, males valued achievement, advancement, 
authority, autonomy, cultural identity, physical prowess, prestige, 
and risk more than females did. No gender differences regarding work 
values or job satisfaction were discovered among the 
community/technical college subsample. (Contains 21 references.) 
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Abstract 

The problem addressed in this research was the need for more information on 
work values and job satisfaction of business educators at the secondary and 
community/technical college level. The sample of 129 subjects were randomly 
chosen from the population of Arkansas secondary and community/technical college 
business educators. Characteristics of the educators were determined using 
biographical data, the Values Scale (VS) to measure work values, and the Minnesota 
Satisfaction Questionnaire (MSQ) to measure job satisfaction. Data were analyzed 
using multivariate analysis of variance, t-tests, and effect sizes. The findings indicate 
that secondary business educators valued Cultural Identity, Economic Rewards, and 
Economic Security more than the community/technical college educators. No 
differences were found between the secondary and community/technical college 
subsamples in job satisfaction as measured by the MSQ; however, the community/ 
technical college subsample were more satisfied with their jobs as measured by a self- 
report question. Global Satisfaction. Males at the secondary level valued 
Achievement, Advancement, Authority, Autonomy, Cultural Identity, Physical 
Prowess, Prestige, and Risk more than their female co-workers. Females at the 
secondary level were more satisfied with their jobs as measured by Global 
Satisfaction. No differences were between males and females in community/technical 
colleges on work values or job satisfaction. (Contains 21 references.) 
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Background 

Research relating to job satisfaction within the field of education has continued 
to indicate the act of teaching to be intrinsically self-rewarding with little importance 
placed on extrinsic values or factors (Akroyd, O'Brien, and Richards, 1993; Bruening 
and Hoover, 1991; Chapman, 1983; Drummond and Stoddard, 1990; Handley and 
Shill, 1973). Values rated highly in contribution to personal fulfillment and job 
satisfaction for educators include ability, autonomy, social interaction, and utilization 
(Drummond and Stoddard, 1990). Vet, in spite of the fact that intrinsic rewards 
providing self-fulfillment are still present in the work environment of educators, more 
and more are leaving the field of education due to dissatisfaction. According to the 
Texas Education Agency, nearly 50% of Texas' beginning teachers in the 1988-89 
school year had left the classroom within five years ("Study," 1995). 

There is good reason to believe that extrinsic factors are influencing job 
satisfaction in the field of education. Salary, lack of parental and administrative 
support, student behavior, general working conditions, and little or no student 
motivation are some of the factors mentioned in recent studies. Even though 
educators have long recognized the prospect of low salary and have chosen to teach 
knowing the lack of monetary rewards (Kottkamp, Provenzo, and Cohn, 1986), they 
are becoming more concerned with salary as inflation erodes the purchasing power of 
monetary compensation (Akroyd, O'Brien, and Richards, 1993). In a survey by Louis 
Harris and Associates (1992), approximately 20% of teachers completing their second 
year in the field of education have chosen to leave indicating lack of parental and 
administrative support as major factors in their decision. Several studies have pointed 
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to student behavior and lack of student motivation as factors negatively affecting job 
satisfaction (Akroyd, O'Brien, and Richards, 1993; Camp, 1987, Lortie, 1986). 

Business educators at the secondary and community/technical college level 
work in a complex environment that requires continual upgrading of technical skills 
and expertise. They must be able to offer occupationally-specific courses as well as 
continuing education courses and comprehensive transfer courses ("This We Believe," 
1994). Both secondary and postsecondary business educators have large course 
enrollments with business as the most popular occupational program at both levels 
("Status of Postsecondary," 1995; "Status of Secondary," 1995). In addition to 
essential classroom activities and course content preparation expected by the system 
or institution, business educators are encouraged to invest hours outside the 
classroom in activities related to business/education linkages, curricula validation, 
practical work experience programs for students, and increased technological 
expertise ("This We Believe," 1994). In view of the above conditions and needs, the 
problem addressed in this study is the need for more information on the nature of 
work values and degree of job satisfaction of Arkansas business educators at both the 
secondary and community/technical college level. 

The purpose of this study was to answer the following questions: 

1. Are there differences in work values and job satisfaction of business educators 
who are employed in (a) secondary schools and (b) community/technical 
colleges? 

2. Are there differences in work values and job satisfaction based on gender for 
business educators who are employed in (a) secondary schools and (b) 
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community/technical colleges? 

Method 

Sample 

This study was undertaken using the pool of 926 secondary vocational and 
community/technical college business educators in Arkansas. Two hundred potential 
participants, 100 from each subsample, were selected based on a table of random 
numbers. The study had a total return rate of 64.5% with complete data received on 
67 secondary and 62 community/technical college business educators. 
Instrumentation 

Descriptive information on each subject was collected through a demographic 
information sheet, one instrument to measure work values, and one instrument to 
measure job satisfaction. A Demographic Information Sheet was used to obtain 
biographical information including teaching environment (secondary or community/ 
technical college), gender, and subject's perception of his or her current degree of 
overall job satisfaction. This global question of the subject's perception of his or her 
current degree of job satisfaction was obtained through use of a line with each point 
on the line being assigned a number ranging from 0 (Low) to 10 (High). Subjects 
were asked to place an "X" on the line at the point reflecting their degree of job 
satisfaction. 

The Values Scale (VS) (Nevill and Super, 1989) was utilized to measure work 
values, and the short form of the Minnesota Satisfaction Questionnaire (MSQ) (Weiss, 
Dawis, England, and Lofquist, 1967) was used to measure job satisfaction. 

The Values Scale (Neville and Super, 1989) evolved from the internationally- 
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based Work Importance Study by Super and is used to assess objectives desired in 
order to satisfy needs. The VS includes 21 scales with five items each for a total of 
105 items. Item 106, used for cross-national studies, was not included in this study. 
Raw scores for each item were obtained by totaling the weight (1 to 4) given by each 
subject for the item. 

This assessment instrument is appropriate for use with subjects of varying ages 
and with different cultural groups. The standard norms were based on a sample of 
adults (N = 323) in the United States. Alpha coefficients for internal consistency are 
generally above .65 for United States Adult sample with a median alpha of .77. 

Factor analyses, conducted across varying age groups, supports the conclusion of 
valid data. Due to the recent introduction of the VS as an assessment instrument, no 
information is available for predictive validity although some of the norming data was 
treated to allow for longitudinal tracking and criterion-data collection. 

Internal consistency reliability using Cronbach's Alpha was computed for this 
study and reported in the form of alpha coefficients. The alphas for this sample 
ranged from .47 for the scale of Physical Prowess to .88 for the scale of Prestige. 

The median alpha for this sample was .79. 

The Minnesota Satisfaction Questionnaire . Short Form, (Weiss, Dawis, 

England, and Lofquist, 1967) was used to measure job satisfaction. This assessment 
instrument is appropriate for use with adults in the area of employment counseling. 

The condensed form was developed for the purpose of efficient and cost-effective 
administration and data collection, and items chosen were those that correlated the 
highest with their respective scales. The MSQ measures job satisfaction using 20 
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items, one for each of the 20 scales. Each item is answered using a five-point Likert 
scale with a scoring weight of 1 to 5. The weights for these 20 items are summed 
for a total general satisfaction score. 

Based on normative data for six occupation groups, the short-form reliability 
coefficients for total general satisfaction ranged from .87 for assemblers to .92 for 
engineers. Evidence to support construct validity is based on construct validation 
studies conducted during the development of the Theory of Work Adjustment. 
Concurrent validity was determined from the analysis of group differences in 
satisfaction, particularly occupational differences in satisfaction. 

Internal consistency reliability for this study was computed using Cronbach's 
alpha. The alpha coefficient for total general satisfaction was .88 as compared to a 
Hoyt reliability coefficient of .92 for engineers, the one group among the six with 
characteristics most similar to educators. 

Procedure 

The data for this study were collected during the fall of 1995 through January 
of 1996. Support for this study was obtained from the state agency that administers 
secondary vocational business programs and the professional organization whose 
membership includes business educators at both the secondary and postsecondary 
level. Pre-survey letters explaining the purpose of the study were mailed to each of 
the 200 individuals selected to participate. One week later packets containing a cover 
letter reiterating purpose, three instruments, postage-paid response envelope, and 
packet of tea were mailed. Postcards were mailed to nonrespondents two weeks 
later, followed by phone calls to nonrespondents over the next four weeks. 
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A total of 133 packets were received; of the 133, 129 were usable. Between 
days 5 and 1 1 following the initial packet mailing, 57.4% of the usable packets were 
returned. Fourteen percent were received after the postcard follow-up. The phone 
calls produced 7.8% of the usable packets. 

Analysis 

Data were calculated using SPSS for Windows statistical package (Graduate 
Pack, Advanced Version). Statistical procedures for this study included multivariate 
analysis of variance (MANOVA), t-tests, and effect sizes (ES). Question Two is posed 
as a simple effects analysis since it was predetermined that gender differences were 
of interest in each teaching environment studied. The procedure of effect size was 
used because statistical significance testing is highly influenced by sample size and 
does not provide information about the magnitude of differences found (Thompson, 
1994). Effect sizes were calculated for this study in order to (1) determine a 
computed, nonsubjective magnitude of difference for comparison of scale scores 
(Borg and Gall, 1989, Thompson, 1994) and (2) study practical group differences 
(Borg and Gall, 1989; Thompson, 1995). 

When calculating effect size for two groups, i.e., secondary and community/ 
technical college, the average of the standard deviations for that scale was used as 
the denominator. The magnitude descriptions for effect size (ES) follow the 
conventions recommended by Cohen (1977) of .2, .5, and .8 as guides for small, 
moderate, and large effect sizes respectively. 

Results 



Of the total sample of 129 respondents, 93% were Caucasian and 77%, 
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female. The mean age was 43.7 years. Independent t-tests revealed a statistically 
significant difference [t(1 24) = 2.69; pc. 01] in the mean years as an educator; 18 for 
secondary educators and 13.5 for community/technical college educators. The same 
is true for number of years as a business educator. Independent t-tests indicated a 
statistically significant difference between the means of the two subsamples 
[t(1 20) = 2.08; p=.04] with the mean years for secondary business educators 16.7 
and for community/technical college business educators, 13.3. 

Question 1 . This question examined the differences between the work values 
and job satisfaction of business educators who are employed in (a) secondary schools 
and (b) community/technical colleges. The multivariate analysis of variance revealed a 
nonsignificant multivariate effect for overall mean scale difference for the two groups, 
Wilks' lambda = .83, Exact £(21 , 107) = 1 .00, p= .47. Table 1 presents the findings 
for the comparison of secondary and community/technical college educators for the 
Values Scale. Only three scales yielded differences that are statistically significant. 
These included Economic Rewards (ES = .40), Cultural Identity, (ES = .36), and 
Economic Security (ES = .36). All three effect sizes were moderate with secondary 
educators indicating a higher mean score than postsecondary educators for each of 
these scales. Although not statistically significant, secondary educators valued 
Prestige and Working Conditions more than community/technical college educators. 
The reverse was true for Risk with the community/technical college subsample valuing 
this scale more. Each of these three scale mean differences yielded a moderate effect 




size of .31 . 
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Insert Table 1 about here. 



The MSQ scales for the two subsamples were first analyzed through 
MANOVA. This analysis failed to reveal a significant difference between the two 
groups, Wilks' lambda .79, Exact F(20, 107)= 1.43, p=.12. Table 2 provides the 
data for the comparison of the two subsamples on the MSQ scales. Working 
Conditions (ES = .42) was the only scale with a statistically significant mean 
difference. The ES for MSQ Total Satisfaction was .09; however, the score for the 
self-perceived satisfaction from the demographic information sheet. Global 
Satisfaction, indicated a statistically significant difference in satisfaction with the 
community/technical college business educators expressing greater satisfaction 
(ES = .37). Even though not statistically significant, the postsecondary subsample 
indicated a higher degree of satisfaction with the scale of Authority, Co-Workers, 
Creativity, and Supervision-Human Relations. Each of these scales yielded a 
moderate effect size. 



Question 2 . This question sought to determine differences in work values and 
jobs satisfaction based on gender for business educators who are employed in (a) 
secondary systems and (b) community/technical colleges. The MANOVA analysis for 
the secondary subsample on the VS was statistically significant, Wilks' lambda = .54, 
Exact_F(21, 44) = .88; p=.05, indicating a difference between the two groups on the 
scales of this instrument. Table 3 indicates males and females in this subsample 



Insert Table 2 about here. 
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yielded statistically significant differences on the scales of Achievement, 

Advancement, Authority, Autonomy, Cultural Identity, Physical Prowess, Prestige, 
and Risk with males scoring higher on all eight scales. The effect sizes for these 
scales were moderate to large, ranging from .70 to 1.08. Although not statistically 
significant, males valued the scales of Ability Utilization, Economic Rewards, Personal 
Development, and Working Conditions more highly than females with effect sizes on 
these scales ranging from .28 to .69. 

Insert Table 3 about here. 

The MANOVA analysis of gender for community/technical college business 
educators on the VS was not statistically significant, Wilks' lambda = .66, Exact 
E(21 ,39) = .94; jd = .14. Table 4 presents the data related to gender and the VS for 
this subsample. No scale mean differences were found to be statistically significant. 
Creativity had the largest ES (.54) with females in this subsample valuing Creativity 
more highly than males. The scales of Ability Utilization (ES = . 53) and Achievement 
(ES = .40) yielded moderate effect sizes with females valuing these scales more highly 
than their male counterparts. However, males in this subsample had a higher mean 
score on Cultural Identity (ES = . 46), a finding similar to that of males in the secondary 
subsample on this scale. 



Insert Table 4 about here. 



The analysis of the effect of gender on MSQ scales for the secondary 
subsample again indicated no statistically significant difference, Wilks' lambda = .72, 
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Exact £(20, 45) = .88; £ = . 1 . No statistically significant mean differences were found 
in the data presented in Table 5; however, five scales have moderate effect sizes due 
to the spread of scores for that scale as seen in the standard deviations. These five 
were: Security (ES = .65), Working Conditions (ES = .61), Activity (ES = .59), 
Independence (ES = .56), and Social Service (ES = .50). Females had higher mean 
scores on all five scales. No statistically significant difference was found between 
males and females on MSQ Total Satisfaction (ES = .39); however, females expressed 
greater satisfaction as measured by Global Satisfaction (ES = .91), a large effect size. 
Global Satisfaction mean scores for the female subsample (n = 59) was 7.50 with a 
standard deviation of 1 .53 while the mean score for the male subsample (n = 8) was 
5.63 with a standard deviation of 2.56, indicating a wider spread in scores. 

Insert Table 5 about here. 

The MANOVA for community/technical college educators indicated no 
statistical significant difference between the two subsamples on the scales of the 
MSQ, Wilks' lambda of .58, Exact £(21, 38) = 1.26; a=.26 . The information needed 
to explore the effect of gender on the MSQ scales for the community/technical college 
subsample can be found on Table 6. Three scales, Moral Values (ES = .61), 
Advancement (ES = .53), and Social Status (ES = .54) were statistically significant, 
with females expressing greater satisfaction on Advancement and Social Status than 
males. Other scales not statistically significant but indicating moderate effect sizes 
included Compensation (.44), Social Service (.47) and Variety (.43) with females 
indicating greater satisfaction. The analysis of MSQ Total Satisfaction and Global 
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Satisfaction indicated no difference in job satisfaction between males and females. 
Both measures of total satisfaction had small effect sizes. Global Satisfaction mean 
scores for the female subsample were similar with females (n = 42) scoring 7.88 and 
males (n = 20) scoring 7.85. 



Insert Table 6 about here. 

Discussion and Conclusions 

While there have been studies related to values and degree of job satisfaction 
of educators in general and vocational educators specifically, little is known about the 
values or degree of satisfaction of business educators at the secondary or community/ 
technical college. No information is available related to values and degree of job 
satisfaction for Arkansas business educators. What are the values and current degree 
of job satisfaction for Arkansas business educators? Considering the workload of 
vocational educators and, more to the point, business educators, can values be 
identified and utilized by school systems and institutions to retain outstanding 
business educators? 

Based on work values as measured by the VS, secondary business educators 
valued Cultural Identity, Economic Rewards, and Economic Security more than their 
counterparts at the postsecondary level. These findings follow the growing trend of 
interest in extrinsic factors and point to the educators' propensity toward monetary 
needs with secondary educators placing more emphasis on this than postsecondary 
educators. As postsecondary compensation is generally higher, these educators may 
feel that their salary is more sufficient in meeting their financial needs. These findings 
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also point to the greater desire of secondary business educators to work with people 
of similar interests and beliefs. Because secondary business educators have less 
autonomy than is available to postsecondary educators in the planning of course 
content, curricula, and program objectives due to state-mandated course 
competencies, these educators may feel greater unity and work more productively 
with people of similar interests and beliefs. 

In an examination of job satisfaction as measured by the MSQ Total 
Satisfaction and the self-perceived question of Global Satisfaction, two findings are 
noteworthy. Community/technical college educators were more satisfied with their 
jobs based on Global Satisfaction. Yet, no difference was found in job satisfaction as 
measured by MSQ Total Satisfaction. This may be an indication that a broad question 
related to overall satisfaction may be answered without much thought regarding the 
facets inherent in defining personal satisfaction within the framework of their 
employment. Yet, when individual aspects of the job are carefully considered and 
weighed, a different answer may be obtained. Postsecondary educators were also 
more satisfied with their work environment than were secondary educators. Again, 
the growing trend of interest in ancillary factors such as working conditions to be 
reflected in these findings. 

Based on the relationship between gender with work values, males in the 
secondary subsample tended to value more highly characteristics previously ascribed 
in literature to males: advancement, authority, prestige, and risk (Beutell and Brenner, 
1986). However, there is little difference between males and females in 
community/technical colleges. This follows current findings of value similarities in 
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studies related to gender due to comparable education and socialization experiences 
(Lefkowitz, 1994). 

Gender and its relationship to job satisfaction indicated the greater degree of 
self-perceived job satisfaction by females in secondary systems. Possibly, females 
perceive their work as an environment where a large number of people of the same 
gender having similar interests and educational background can interact. The reverse 
may tend, in part, to be true for males. Even though males have similar interests and 
educational background as their female cohorts, they may perceive problems due to 
their small numbers in the secondary systems. 

Females in the postsecondary institutions were more satisfied than their male 
counterparts with their opportunities for advancement and their social status. This 
tends to suggest that women perceive opportunity for advancement to be greater in 
postsecondary education settings as compared to the corporate world with "glass 
ceilings." This may also reflect social recognition given by the community to females 
employed in postsecondary institutions. 

Based on findings in this research, school systems and postsecondary 
institutions in Arkansas, as much as it is possible given current fiscal constraints, need 
to attend to the growing importance of extrinsic facets such as compensation and 
working conditions in order to retain outstanding business educators. 
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TABLE 1 

Means, Standard Deviations, Mean Differences, and Effect Sizes for the Values Scale for Secondary 
and Community/Technical College Business Educators, Arkansas, 1995 





Community/ 






Secondary 


Technical C. 






Subsample 


Subsample 


Mean 


Effect 


n = 67 


n = 62 


Difference 


Size, 


Mean S.D. 


Mean S.D. 







Ability Utilization 


16.73 


2.23 


16.56 


2.26 


-.17 


.07 


Achievement 


16.91 


2.70 


16.72 


1.70 


-.19 


.08 


Advancement 


13.60 


3.52 


13.02 


2.82 


-.58 


.18 


Aesthetics 


13.57 


3.73 


13.18 


3.19 


-.39 


.11 


Altruism 


15.63 


2.61 


15.34 


2.82 


-.29 


.10 


Authority 


12.85 


2.93 


12.13 


2.65 


-.72 


.26 


Autonomy 


14.72 


2.73 


14.82 


2.73 


.11 


.04 


Creativity 


14.60 


2.93 


14.40 


2.83 


-.19 


.07 


Cultural Identity 


13.94 


3.41 


12.71 


3.43 


-1.23* 


.36 


Economic Rewards 


16.15 


2.87 


15.08 


2.50 


-1.07* 


.40 


Economic Security 


17.94 


2.63 


16.98 


2.65 


-.96* 


.36 


Life Style 


15.27 


2.25 


14.89 


2.34 


-.38 


.17 


Personal Development 


16.15 


2.12 


16.00 


2.09 


-.15 


.07 


Physical Activity 


10.39 


3.07 


10.17 


2.99 


-.21 


.07 


Physical Prowess 


8.31 


2.56 


7.68 


1.91 


-.64 


.28 


Prestige 


14.27 


3.60 


13.18 


3.42 


-1.09 


.31 


Risk 


7.31 


2.38 


8.08 


2.65 


.77 


.31 


Social Interaction 


12.27 


3.00 


12.16 


2.96 


-.11 


.04 


Social Relations 


13.72 


2.94 


13.31 


2.67 


-.41 


.15 


Variety 


14.16 


2.88 


13.53 


3.01 


-.63 


.22 


Working Conditions 


16.73 


2.60 


15.91 


2.72 


-.81 


.31 



*E< .05. **b< .01 . .001 
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TABLE 2 



Means, Standard Deviations, Mean Differences, and Effect Sizes for the Minnesota Satisfaction 
Questionnaire and Global Satisfaction for Secondary and Community/Technical College Business 
Educators, Arkansas, 1 995 





Secondary 
Subsample 
n = 67 


Community/ 
Technical C. 
Subsample 
n = 62 


Mean 

Difference 


Effect 

Size 




Mean 


S.D. 


Mean 


S.D. 






Ability Utilization 


4.24 


.68 


4.34 


.81 


.10 


.14 




Achievement 


4.05 


.82 


4.07 


.92 


.02 


.02 




Activity 


4.30 


.63 


4.29 


.52 


-.01 


.01 




Advancement 


2.97 


1.02 


3.10 


.97 


.13 


.13 




Authority 


3.58 


.61 


3.71 


.64 


.13 


.21 




Comp Pol & Practices 


3.03 


1.09 


3.18 


.98 


.15 


.14 




Compensation 


3.00 


1.24 


2.91 


1.21 


-.08 


.07 




Co-Workers 


3.69 


1.02 


3.87 


.84 


.18 


.20 




Creativity 


4.09 


.83 


4.34 


.68 


.25 


.33 




Independence 


4.09 


.69 


4.00 


.68 


-.09 


.13 




Moral Values 


4.19 


.70 


4.16 


.79 


-.03 


.04 




Recognition 


3.31 


1.02 


3.37 


1.12 


.06 


.05 




Responsibility 


4.08 


.86 


4.05 


.76 


-.03 


.03 




Security 


4.33 


.93 


4.24 


.80 


-.09 


.10 




Social Service 


4.48 


.53 


4.39 


.71 


-.09 


.15 




Social Status 


3.96 


.81 


3.92 


.71 


-.04 


.05 




Sup--Human Relations 


3.49 


1.06 


3.77 


1.02 


.28 


.27 




Sup-Technical 


3.67 


1.04 


3.58 


1.05 


-.09 


.09 




Variety 


4.34 


.75 


4.19 


.81 


-.15 


.19 




Working Conditions 


3.66 


.98 


4.03 


.83 


* 

00 

CO 


.42 




MSQ Total Satisfaction 


76.58 


10.04 


77.47 


9.29 


.89 


.09 




Global Satisfaction 


7.28 


1.76 


7.87 


1.45 


.59* 


.37 





*£>< .05. **£>< .01 . ***£>< .001 
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TABLE 3 

Means, Standard Deviations, Mean Differences, and Effect Sizes for Male and Female Comparisons 
on the Values Scale for Secondary Business Educators, Arkansas, 1 995 



Females 


Males 


Mean 


Effect 


n = 58 


n = 8 


Difference 


Size 


Mean S.D. 


Mean S.D. 







Ability Utilization 


16.64 


2.28 


17.25 


2.05 


.61 


.28 


Achievement 


16.69 


2.75 


18.25 


1.91 


1.56* 


.70 


Advancement 


13.17 


3.43 


16.50 


3.12 


3.33* 


1.02 


Aesthetics 


13.22 


3.53 


15.35 


4.40 


2.03 


.51 


Altruism 


15.45 


2.52 


16.38 


2.97 


.93 


.34 


Authority 


12.48 


2.88 


15.25 


2.25 


2.77** 


1.08 


Autonomy 


14.40 


2.68 


16.75 


2.38 


2.35* 


.93 


Creativity 


14.41 


2.85 


15.50 


3.46 


1.09 


.34 


Cultural Identity 


13.62 


3.39 


16.00 


3.12 


2.38* 


.73 


Economic Rewards 


16.00 


2.85 


17.00 


3.16 


1.00 


.33 


Economic Security 


17.90 


2.60 


18.00 


3.07 


.10 


.04 


Life Style 


15.10 


2.19 


16.13 


2.53 


1.02 


.95 


Persona! Development 


15.91 


2.02 


17.37 


2.20 


1.46 


.69 


Physical Activity 


10.17 


3.00 


1 1.88 


3.60 


1.71 


.52 


Physical Prowess 


7.95 


2.14 


10.38 


3.93 


2.43** 


.80 


Prestige 


13.85 


3.58 


17.13 


2.59 


3.28** 


1.06 


Risk 


6.95 


1.87 


9.75 


4.06 


2.80** 


.95 


Social Interaction 


12.07 


2.74 


13.63 


4.60 


1.56 


.42 


Social Relations 


13.41 


2.85 


15.50 


3.02 


2.09 


.71 


Variety 


13.91 


2.82 


15.63 


3.07 


1.71 


.58 


Working Conditions 


16.57 


2.62 


17.88 


2.48 


1.31 


.51 



*£< .05. **fi<.01. ***fi<.001 
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TABLE 4 

Means, Standard Deviations, Mean Differences, and Effect Sizes for Male and Female Comparisons 
on the Values Scale for Community/Technical College Business Educators, Arkansas, 1995 



Females Males Mean Effect 



n = 41 


n = 20 


Difference 


Size 


Mean S.D. 


Mean S.D. 







Ability Utilization 


16.90 


2.44 


15.80 


1.70 


-1.10 


.53 


Achievement 


16.93 


1.69 


16.25 


1.68 


-.68 


.40 


Advancement 


13.17 


2.72 


12.50 


2.97 


-.67 


.24 


Aesthetics 


13.24 


3.43 


12.90 


2.71 


-.34 


.1 1 


Altruism 


15.56 


3.00 


14.85 


2.50 


-.71 


.26 


Authority 


12.12 


2.74 


12.00 


2.51 


-.12 


.05 


Autonomy 


14.71 


3.00 


15.15 


2.21 


.34 


.13 


Creativity 


14.88 


3.01 


13.45 


2.26 


-1.43 


.54 


Cultural Identity 


12.20 


3.71 


13.65 


2.64 


1.45 


.46 


Economic Rewards 


15.05 


2.47 


15.05 


2.65 


.01 


.01 


Economic Security 


16.90 


2.51 


17.00 


2.97 


.10 


.04 


Life Style 


14.78 


2.40 


15.10 


2.32 


.32 


.14 


Personal Development 


16.15 


2.41 


15.85 


1.60 


-.30 


.15 


Physical Activity 


9.93 


2.88 


10.70 


3.29 


.77 


.25 


Physical Prowess 


7.84 


1.60 


8.00 


2.49 


.46 


.23 


Prestige 


13.15 


3.70 


13.15 


2.94 


.01 


.01 


Risk 


8.02 


2.71 


8.20 


2.67 


.18 


.07 


Social Interaction 


12.27 


3.18 


1 1.85 


2.56 


-.42 


.15 


Social Relations 


13.44 


2.84 


12.95 


2.37 


-.49 


.19 


Variety 


13.61 


3.26 


13.30 


2.54 


-.31 


.11 


Working Conditions 


16.00 


2.96 


15.75 


2.29 


-.25 


.10 



*fi< .05. **fi< .01 . .001 



O 

ERIC 



22 



Job Satisfaction and Work Values 



22 



TABLE 5 

Means, Standard Deviations, Mean Differences, and Effect Si*es for the Male and Female 
Comparisons on the Minnesota Satisfaction Questionnaire and Global Satisfaction for Secondary 
Business Educators, Arkansas, 1995 

Female Male 



Subsample 
n = 59 


Subsample 
n = 8 


Mean 

Difference 


Effect 

Size 


Mean S.D. 


Mean S.D. 







Ability Utilization 


4.26 


.69 


4.13 


.64 


-.13 


.20 


Achievement 


4.07 


.77 


3.88 


1.25 


-.19 


.19 


Activity 


4.35 


.64 


4.00 


.54 


-.35 


.59 


Advancement 


3.02 


1.05 


2.63 


.92 


-.39 


.41 


Authority 


3.57 


.62 


3.63 


.52 


.06 


.10 


Comp Pol & Practices 


3.07 


1.09 


2.63 


1.06 


-.44 


.41 


Compensation 


3.02 


1.24 


3.00 


1.41 


-.02 


.01 


Co-Workers 


3.72 


.99 


3.38 


1.30 


-.35 


.31 


Creativity 


4.09 


.88 


4.13 


.35 


.04 


.06 


Independence 


4.14 


.69 


3.75 


.71 


-.39 


.56 


Moral Values 


4.21 


.70 


4.13 


.84 


-.08 


.11 


Recognition 


3.36 


.99 


2.88 


1.25 


-.49 


.44 


Responsibility 


4.08 


.90 


4.00 


.54 


-.09 


.12 


Security 


4.41 


.88 


3.75 


1.17 


-.66 


.65 


Social Service 


4.50 


.54 


4.25 


.46 


-.25 


.50 


Social Status 


3.95 


.80 


4.13 


.84 


.18 


.22 


Sup-Human Relations 


3.47 


1.10 


3.63 


.92 


.16 


.16 


Sup-Technical 


3.66 


1.05 


3.75 


1.04 


.09 


.09 


Variety 


4.38 


.64 


4.13 


1.36 


-.25 


.25 


Working Conditions 


3.72 


.97 


3.13 


.99 


-.60 


.61 


MSQ Total Satisfaction 
Global Satisfaction 


77.09 

7.50 


9.92 

1.53 


72.88 

5.63 


11.48 

2.56 


4.21 

1.87** 


.39 

.91 




.05. 



fic.01. 



fic.001. 
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TABLE 6 

Means, Standard Deviations, Mean Differences, and Effect Sizes for the Male and Female 
Comparisons on the Minnesota Satisfaction Questionnaire and Global Satisfaction for 
Community/Technical College Business Educators, Arkansas, 1995 



Female Male 



Subsample 
n = 42 


Subsample 
n = 20 


Mean 

Difference 


Effect 

Size 


Mean S.D. 


Mean S.D. 







Ability Utilization 


4.37 


.66 


4.30 


1.08 


-.07 


.08 


Achievement 


4.07 


.96 


4.00 


.86 


-.07 


.08 


Activity 


4.29 


.51 


4.25 


.55 


-.04 


.08 


Advancement 


3.29 


.90 


2.80 


.95 


-.49* 


.53 


Authority 


3.73 


.59 


3.60 


.75 


-.08 


.12 


Comp Pol & Practices 


3.29 


.90 


3.00 


1.12 


-.29 


.29 


Compensation 


3.12 


1.14 


2.60 


1.23 


-.52 


.44 


Co-Workers 


3.88 


.78 


3.85 


.99 


-.03 


.03 


Creativity 


4.32 


.69 


4.40 


.68 


.08 


.12 


Independence 


4.05 


.59 


3.84 


.83 


-.21 


.29 


Moral Values 


4.02 


.88 


4.45 


.51 


.43* 


.61 


Recognition 


3.37 


1.1 1 


3.45 


1.15 


.08 


.07 


Responsibility 


4.00 


.67 


4.15 


.93 


.15 


.19 


Security 


4.29 


.64 


4.10 


1.07 


-.19 


.23 


Social Service 


4.49 


.64 


4.15 


.81 


-.34 


.47 


Social Status 


4.05 


.59 


3.65 


.88 


-.40* 


.54 


Sup-Human Relations 


3.71 


.90 


3.90 


1.25 


.19 


.18 


Sup-Technical 


3.56 


.92 


3.70 


1.26 


.14 


.13 


Variety 


4.32 


.61 


3.95 


1.10 


-.37 


.43 


Working Conditions 


4.02 


.82 


4.05 


.89 


.03 


.03 


MSQ Total Satisfaction 
Global Satisfaction 


78.27 

7.88 


8.55 

1.31 


76.05 

7.85 


10.88 

1.79 


2.22 

.03 


.23 

.02 
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